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Purpose: Geographical relocation has been conducted to alleviate overcrowding and to support balanced regional development in many countries. 
Previous studies have seldom examined the effectiveness of relocation on job and life dissatisfaction, particularly in the public sector. The purpose 
of this study is to investigate the determinants of relocation on job and life dissatisfaction. Proposed research questions include the following: i) 
do working conditions in the new workplace and interactivity affect job dissatisfaction? ii) do social infrastructure and social activity in the new 
location affect life dissatisfaction? and iii) is there a relationship between job and life dissatisfaction? Research Design, data, and methodology: 
The study collected data via an online survey and applied statistical analyses such as factor analysis, regression, and ANOVA. Results: The 
results of this study found that proposed determinants excluding mobility inefficiency and decision-making affect job and life dissatisfaction. The 
results also showed that there are relationships between job and life dissatisfaction. Conclusions: The results of this study provide both 
managerial and policy implications of relocation for the public sector. The results of this study implied that better policy should be designed to 
increase job and life satisfaction that also accounts for the realities of relocation.  
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1. Introduction 56 
 
Governments push to reform and make changes in 
organizational structure, processes, and culture in a way 
that seeks greater efficiency. Halachmi (1997) argued that 
government has to use changes in public sector 
organizations and public services, in order to drive 
changes in national economies by changing the nature 
of government itself. Reform driven by government is 
carried out to enhance the performance of the organization 
and to achieve national policy goals such as the balanced 
development of the whole nation. In the course of this 
process, geographical relocation of public organizations has 
often been a strategy adopted by the nation‘s policymakers. 
Rossman (2017) pointed out that strengthening political 
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power could result in more decisive parameters for capital 
city relocations.  
Previous researchers (e.g., Brett & Reilly, 1988; Eby & 
Russell, 2000; Turban, Campion, & Eyring, 1992) stated 
that relocation in general has focused almost exclusively on 
predictors of relocation decision-making or willingness to 
move rather than the consequences of relocation for post-
move inclinations and attitudes. More recently, a piecemeal 
dispersal of the public sector can be seen in some countries, 
including Mexico, Norway, and Denmark (Economist, 
2019). In South Korea, the government has actively 
promoted measures that disperse the central government 
and public institutions to newly built cities in order to 
resolve overcrowding in the Seoul metropolitan area and 
support more balanced national development.  
The purposes of relocation in the public sector include 
balanced development and the success of the policy 
depends settling the employees and their families, 
improving performance of the relocated organizations, and 
playing a leading role in developing regional cities. The 
extent to which relocation increases job and life satisfaction 
is also a crucial issue. Relocated organizations have 
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implemented various policies to establish better 
environments in which to work and live. Most of the past 
studies on geographical relocation of workplaces address 
intention to relocate and job satisfaction of employees in 
private companies (e.g., Cotton & Majchrzak, 1990), while 
there is a lack of research in the public sector. A few 
researchers (e.g., Fox & Krausz, 1987) explore the impact 
of relocation on the employees of governmental 
organizations, while the scope of research is limited to job 
satisfaction rather than life satisfaction. To fill this gap, the 
present study focuses on factors that affect job and life 
satisfaction of employees whose workplace has been moved 
to a new planned city. 
Based on the considerations above, this study 
investigated factors that affect job dissatisfaction such as 
working conditions and interactivity in the workplace and 
factors that affect life satisfaction such as social 
infrastructure and social activity. Previous studies on 
relocation examined issues on regional development, 
economic ripple effect, and decentralization, particularly in 
other countries rather than Korea (Kim, 2005). Previous 
studies rarely examined how workers who settled in 
relocated areas perceive job and life dissatisfaction. This 
study also examined causal relationships of job and life 
satisfaction due to relocation. While past studies mostly 
addressed pre-move attitude toward relocation and turnover 
intention in the private sector, this study highlights post-
move attitudes and the psychological states of relocation 
particularly in the public sector. Further, this study 
contributes to finding implications for relocation policy 








Geological relocation policies of public institutions are 
often found in advanced countries and have attempted 
mainly to curb population concentration in large cities and 
promote balanced regional development (Ju, 2003). The 
relocation policy for public institutions was initiated in the 
U.K to alleviate overcrowding and fiscal deficits in London 
and revitalize the economy in underdeveloped regions (Bae, 
2005). In France, about 25,000 people were relocated from 
1960 to 1990 to ease overpopulation in the Paris area, and 
about 270 institutions and 34,000 people were distributed 
across eight regional cities and underdeveloped areas seven 
times from 1991 to 2003 (Ju, 2003). In order to resolve 
overcrowding in the Tokyo area, Japan decided to relocate 
at a ministerial meeting in January 1988 and relocated 59 
national agencies by 2002 (Ju, 2003).  
The Korean government has actively promoted 
measures that disperse the central government to newly 
built cities in order to resolve overcrowding in the Seoul 
metropolitan area and support balanced regional 
development. The effectiveness of the relocation is being 
tested in various ways, and some have begun to address the 
need for a second relocation policy. Proponents argue that it 
is necessary to reduce the polarization of provinces, while 
opponents demonstrate various issues, such as 
administrative inefficiency.  
Park and Kim (2002) proposed different types of 
relocation for the administrative capital and public 
institutions; i) the first is to build or transfer collectively the 
functions of the central government to a specific area; ii) 
the second is the dispersion of government agencies by 
relocating them to different cities; and iii) the relocation of 
public institutions other than government agencies from the 
existing capital to another city. The second and third are 
often used to alleviate the concentration of the large cities 
and to resolve regional imbalances. 
 
2.2. Job Satisfaction 
 
Wright and Davis (2003) pointed out that job 
satisfaction is the congruence between what workers expect 
from their job and what workers think they actually get. 
Gilmer (1971) stated that psychological and logical 
disposition of employees toward their jobs result in a 
positive or negative attitude toward their jobs. Previous 
studies (Baldwin & Farley, 1991; Rainey, 1983) found that 
public sector workers were less likely to be satisfied with 
their jobs than private sector workers. In contrast, other 
scholars (DeSantis & Durst, 1996; Steel & Warner, 1990; 
Wang, Yang, & Wang, 2012) suggested that the job 
satisfaction level of public workers is often higher than that 
of private sector workers.  
Numerous studies (Naumann, 1993) on job satisfaction 
make the assumption that satisfied employees make greater 
contributions to organizational performance and long-term 
goals, and dissatisfied employees are less likely to be better 
workers in terms of organizational effectiveness. Previous 
studies also indicated that higher job satisfaction is closely 
related to higher job performance (Judge, Thoresen, Bono, 
& Patton, 2001), while lower job satisfaction leads to a 
higher probability of turnover (Clark, Georgellis, & Sanfey, 
1998). Given the fact that turnover indicates the 
dissatisfaction of employees, job satisfaction has been 
treated as a subject of organizational psychology in 
previous studies pointing out that job satisfaction and life 
satisfaction are correlated, and that they directly influence 
the psychological and physical health of employees (Filiz, 
2014).  
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2.3. Life Satisfaction 
 
Filiz (2014) suggested that satisfaction means meeting 
expectations, wishes, needs, and desires. Previous 
researches addressed the importance of satisfaction (Kim, 
2019; Nguyen & Khoa, 2019). Diener (1994) argued that 
life satisfaction is people‘s assessment of the extent to 
which they are satisfied with their whole life. Life 
satisfaction as a cognitive judgment of an individual‘s life 
is commonly used in estimating subjective well-being that 
shows the extent to which people appreciate their lives 
(Wong, Wong, & Mok, 2006). Fahey and Smyth (2004) 
indicated that the measure of life satisfaction, happiness and 
other facets of subjective well-being have been restrictively 
accepted as a tool for the social-scientific analysis of human 
welfare, but are still almost unique from a psychological 
and sociological perspective. Quality of life is often seen as 
material well-being, which means livability and standard of 
living, while it can also be defined in subjective terms such 
as self-reported life satisfaction (Okulicz-Kozaryn, 2013; 
Veenhoven, 1996). Lyubomirsky, King, and Diener (2005) 
stated that livability is a measure of objective quality of life 
and is important for business because happy people are 
better workers. For government, livability is important 
because livable cities attract competitive business and labor, 
and regional development depends on business activation. 
(Economist, 2011).  
 
 2.4. Satisfaction and Relocation 
 
A number of studies have indicated that relocation can 
cause a threat to security concerning losing control over the 
properties of life (Brett, 1980; Thompson, 1981). Change 
and alteration tend to trigger symptoms of stress due to both 
the serious decisions required (Janis & Mann, 1977) and the 
handling and familiarization (Dohrenwend & Dohrenwend, 
1974; Feldman & Brett, 1983). Fox and Krausz (1987) 
argued that stress level increases because of 
unpredictability and insecurity related to course of 
relocation. Eby and Dematteo (2000) argued that intention 
to relocate has an effect on post-move work attitudes and 
inclination to change jobs. Cotton and Tuttle (1986) stated 
that turnover is associated with job dissatisfaction. 
Summers and Holcombe (1990) pointed out that individuals 
perceive relocation decisions as involuntary and might feel 




3. Hypothesis Development 
 
The study investigates the determinants of job 
dissatisfaction and life dissatisfaction of workers in the 
public sector after relocation and causal relationships 
between job and life satisfaction. This study classified 
effects of determinants on job and life dissatisfaction. For 
job dissatisfaction, effects of working conditions and 
interactivity are applied. Perceived job compatibilities are 
considered as working condition variables, while building 
relationships and trust are considered as interactivity 
variables. For life dissatisfaction, perceived social 
infrastructure and social activity are proposed as 
determinants.  
 
3.1. Working Conditions 
 
3.1.1. Mobility Inefficiency  
Since relocation, many employees have experienced 
long-distance commuting and business travel. 
Psychological and sociological research has traditionally 
focused on stress as a phenomenon in the world of work 
and society (Gottholmseder, Nowotny, Pruckner, & Theurl, 
2009). Many studies show that long commutes and 
congestion can cause stress that results in organizational 
costs such as reduced labor productivity and higher job 
turnover and absenteeism (Wener, Evans, Phillips, & 
Nadler, 2003; Schaeffer, Street, Singer, & Baum, 1988).  
In the case of Korea, the plan to relocate public institution 
and government did not include major agencies such as the 
national assembly, and government employees are often 
facing work-related travel to have meetings, while frequent 
business trips can generate employee fatigue and stress. 
This study hypothesizes the effects of mobility inefficiency 
on job dissatisfaction.  
 
H1a: Mobility inefficiency affects job dissatisfaction after 
relocation. 
 
3.1.2. Decision-making Process  
Kim, and Lee (2017) argued that with geographical 
relocation, the quality of policy and the processes of 
decision-making have changed and indicated that concerns 
have been raised about the deterioration in policy quality 
due to frequent business trips and weakened interactions. 
Furthermore, studies also point out that this phenomenon 
can be serious for non-standard and non-programmed 
decisions that require a long-term view and macro 
perspective (Kim, & Lee, 2017). For instance, the quality of 
decision making could be lowered due to a lack of in-depth 
discussion. Even though organizations encourage using 
information and communication technology such as mobile 
messenger and video conferencing other than business trip 
for face-to-face meetings, it has not been verified whether it 
is effective enough to replace face-to-face meetings. This 
study hypothesizes the effects of decision-making on job 
dissatisfaction. 
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H1b: Decision-making process affects job dissatisfaction 
after relocation. 
 
3.1.3. Work System 
The growing interest of individuals in quality of life, 
including quality of work life, is reflected in the growing 
social concern of organizations, and becomes significant for 
organizational behavior and the management of 
organizations (Wiggins, & Steade, 1976). Especially, since 
the 1970s, new forms of flexible working-time patterns 
such as flexi-time systems or time off in lieu of overtime, 
have been discussed intensively in the literature (Krings, 
Nierling, Pedaci, & Piersanti, 2009). This concept is based 
on industrial democracy and the rights of citizenship, 
including free speech in the workplace and emerging 
concepts of social justice (Wiggins & Steade, 1976). 
Greater freedom of action has been recognized as a 
prerequisite for satisfactory working conditions of the 
bureaucratic system in the field of humanistic 
organizational psychology (Matiaske, & Grözinger, 2011). 
However, relocation might negatively affect work system 
due to reasons such as less flexible work scheduling and 
reduced interrelationships of workers. Negative work 
system might also cause less opportunity to spend time with 
family and friends. This study hypothesized effects of work 
systems on job dissatisfaction.  
 
H1c: Negative perception on work system affects job 
dissatisfaction after relocation. 
 
3.1.4. Self-Development Opportunity 
London and Smither (1999) stated that self-development 
means seeking and using feedback, setting development 
goals, engaging in development  
activities, and tracking progress on one‘s own. Previous 
studies (e.g. Carless 2005; Edwards, 1991) focus on 
vocational compatibility regarding employee knowledge, 
demands of an employee for skills, and ability to carry out 
the job. Edwards (1991) stated that i) if a person has 
relevant knowledge, skill, and ability to accomplish his or 
her job, it is more likely that a person is satisfied with the 
job; and ii) if a person‘s needs, desires or preferences are 
met by the job, then it is likely they have good 
compatibility with their job. As such, job satisfaction is 
associated with the opportunity to complete tasks through 
the exercise of an individual‘s knowledge and abilities. 
However, this study posits that relocation causes negative 
perception on self-development opportunities. This study 
hypothesized the effects of self-development opportunities 
on job dissatisfaction. 
 
H1d: Negative perception on self-development 
opportunities affect job dissatisfaction after relocation. 
3.2. Interactivity 
 
Interpersonal compatibility between individuals and 
their work group members is meaningful (Kristof, 1996; 
Werbel & Johnson, 2001). Job satisfaction focuses on the 
work environment in specific areas of a job where an 
individual carries out their tasks (Mowday, Porter, & Steers, 
1982). Value congruence (teamwork) between coworkers is 
assumed to be a meaningful factor in organizational 
performance in the public sector (Brewer & Selden, 2000) 
and is associated with job satisfaction and work attendance 
(Adkins, Ravlin, & Meglino, 1996). According to Spector 
and Jones (2004), trust in individuals is an expectation or 
belief that actions from another party will be motivated by 
good intentions. Chen, Hsieh, and Chen (2014) discussed 
that in the case of public managers, trust in colleagues can 
reinforce their trust in citizens through a spillover effect and 
accordingly enhances their public service motivation. This 
study hypothesized effects of building relationships and 
trust in the workplace on job dissatisfaction.  
 
H2a: Lowered building relationships in the workplace 
affects job dissatisfaction after relocation. 
H2b: Lowered building trust in the workplace affects job 
dissatisfaction after relocation. 
 
3.3. Social Infrastructure 
 
Previous researches (e.g., Kim & Kim, 2012; Ott, 2011; 
Basley & Coate, 1997) found that good governance is 
crucial in reducing inequality, improving welfare and 
people‘s quality of life, and enhancing their life satisfaction 
through provision of public goods. In fact, the government 
designed relocation policy in ways that can provide a living 
environment that approximates that of a large city where 
people lived before moving. Thus, the current study 
hypothesized that social infrastructure aspects such as 
public transportation system and schools would be crucial 
and meaningful predictors of life satisfaction. This study 
specially posed two hypotheses by dividing social 
infrastructure into two categories: amenities for mass public 
such as public transportation and shopping centers, and 
facilities directly related to upbringing youth.  
Previous studies (Fox & Krausz, 1987; Fisher & Shaw, 
1994) found that the willingness to move with their families 
was related to available infrastructure. Fox and Krausz 
(1987) pointed out that willingness to move is strongly 
related to family members‘ attitude to relocation. For 
example, youth could be influential to relocation decision-
making. This is also supported by Kolar‘s research (1977) 
focusing on spouses‘ attitudes as a crucial factor in 
satisfaction after relocation. On the other hand, government 
has made efforts to make new cities good places to live by 
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providing various amenities. If they have relocated to a new 
planned city, various measures are taken to make the city a 
better place to live. This study hypothesized effects of 
social infrastructure for mass public and youth on life 
dissatisfaction.  
 
H3a: Lower level of social infrastructure for mass public in 
new location affects life dissatisfaction. 
H3b: Lower level of social infrastructure for youth in new 
location affects life dissatisfaction. 
 
3.4. Social Activity 
 
Many previous researches (e.g. Guarnieri, Smorti, & 
Tani, 2015; Lim & Putnam, 2010; Sirgy & Cornwell, 2002) 
show that interaction with other people is positively related 
to life satisfaction. A number of studies demonstrate that 
balancing autonomy and relevance in terms of establishing 
relationships with major social partners seems crucial when 
fundamental indicators of subjective well-being are 
developed (Ma & Huebner, 2008; Nickerson & Nagle, 2005; 
Wei, Liao, Ku, & Shaffer, 2011). Some researchers (e.g. 
Paterson, Field, & Pryor, 1994; Terry & Huebner, 1995) 
claim that attachment relationships with parents and peers 
are important indicators of life satisfaction and well-being. 
Numerous studies regard social networks created in 
religious groups as a great source of well-being (e.g., 
Krause, 2008; Inglehart, 2010). This study hypothesized the 
effects of social activity on life dissatisfaction.  
H4: Lowered social activity in new location affects life 
dissatisfaction. 
 
3.5. Job and Life Dissatisfaction 
 
The effects of work and job satisfaction on life 
satisfaction have been addressed in previous literature to 
different extents (Bass & Bass, 1976; Biderman & Drury, 
1976) Matiaske and Grozinger (2011) viewed job 
satisfaction as an indicator of an individual‘s welfare in 
measuring quality of life beyond the economic social 
product. Wiggins and Steade (1976) pointed out that quality 
of life depends on an acceptable overall life pattern that 
includes increased satisfaction in the job segment. For those 
who move to new planned cities and need to adjust to 
unfamiliar environments, settlement conditions have an 
especially great impact on their life satisfaction. Fox and 
Krausz (1987) stated that family members‘ attitude toward 
moving is a crucial element to relocation decision-making. 
This study hypothesized effects of job dissatisfaction on life 
dissatisfaction and vice versa. 
 
H5a: Job dissatisfaction negatively affects life 
dissatisfaction. 




4. Methodology  
 
The purpose of this study is to investigate determinants 
of job and life dissatisfaction after relocation. This study 
focused on employees of public organizations who have 
moved to Sejong City, including government officials and 
employees, since 2012. Sejong City is a new administrative 
capital located 100 kilometer away from Seoul and consists 
of modern buildings, providing quality work environment. 
Thus, employees should adjust to changed workplace 
circumstances and are required to move to Sejong City and 
its surrounding region.  
The study collected data via an online survey. The 
online survey was conducted based on the platform called 
Qualtrics, which creates an online link so that the 
questionnaire can be easily distributed through such means 
as messengers or SNS. The survey involved 109 
participants randomly selected from employees working in 
Sejong. The survey was distributed to 135 people, and a 
total of 109 respondents completed the survey, yielding a 
response rate of 80.7 percent. The survey comprises 38 
questions regarding work conditions, living environment, 
demographic information, and so on. A 5-point Likert scale 
was applied with 1 = Strongly Disagree and 5 = Strongly 
Agree. To measure the reliability of variables for a multi-
item scale, Cronbach‘s alpha was applied. Quantitative 
methods such as factor analyses and regression analyses 
(both simple and multiple regression) were applied to 
measure the effects of determinants on job and life 
dissatisfaction. Furthermore, additional findings included 




5. Data Analysis 
 
A total of 109 employees working in Sejong responded 
to the survey. Table 1 summarized demographics.  
This study analyzed mean values for proposed variables. 
Mean values of variables of working conditions, 
interactivity, and social activity were between 3 and 4, 
while mean values of social infrastructure were between 4 
and 5. Therefore, the results showed that respondents 
answered more negatively with social infrastructures for 
mass public.  
The study applied factor analysis to check the validity 
of the major construct. Using principal components 
analyses as the extraction method and Varimax rotation 
methods with Kaiser Normalization, the most relevant data 
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emerged. The results of the factor analysis successfully 
represented the major constructs with Eigen values greater 
than 1.00. Tables 2 - 5 summarize the results of factor 
analyses. 
 
Table 1: Summary of Demographics 












21-29 years old 
30-39 years old 
40-49 years old 






Hold an undergraduate degree 






Less than $40,000 
$40,000 and $60,000 






# of Working 
Experiences 
5 years of less 
6-15 years 
16-25 years 






Table 2: Component Matrix 1 
Factors 
Components 
1 2 3 4 
Mobility Inefficiency 1 





   
Decision Making 1 





























Build Relationship 1 




Build Trust 2 









Social Infrastructure for Mass Public 
3 
Social Infrastructure for Mass Public 
2 









Social Infrastructure for Youth 1 










Social Activity  3 
Social Activity 2 





This study used factor scores for regression analyses. 
This study checked that there were no multicollinearity. 
Table 6 presents the results of regression analysis for the 
effects of working conditions on job dissatisfaction. As 
Table 6 shows, work system and development opportunity 
significantly affect job dissatisfaction, while decision-
making and mobility inefficiency did not significantly 
affect job dissatisfaction. The result of ANOVA found the 
model significant at the level of .01 with F = 17.048 (r-
square = .391). As shown in Table 6, hypotheses H1c and 
H1d were accepted, while hypotheses H1a and H1b were 
not accepted.  
 





Mobility Inefficiency → Job Dissatisfaction 
(H1a) 
0.032 
Decision-Making → Job Dissatisfaction 
(H1b) 
0.097 
Work System → Job Dissatisfaction (1c) 0.305 (***) 




*** Significant at 0.01 level (2-tailed) 
The study also examined the effects of interactivity in the 
workplace on job dissatisfaction of relocated employees. As 
seen in Table 7, the results of regression analysis find the 
models significant at the .01 level with F = 26.360 (r-square 
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= .328). Therefore, H2a and H2b were accepted and 
conclude that building relationship and trust affects job 
dissatisfaction.  
 




Building Relationships → Job 
Satisfaction (H2a) 
0.369 (***) 
Building Trust → Job Satisfaction 
(H2b) 
0.309 (***) 
*** Significant at 0.01 level (2-tailed) 
Table 8 indicates the outcomes of regression analysis 
for effects of social infrastructure for mass public and social 
infrastructure for youth and social activity on life 
dissatisfaction. The results of ANOVA showed significant at 
the level of .01 with F = 48.909 (r-square = .583). H3a, H3b, 
and H4 were accepted to different extents as to how each 
variable affects life dissatisfaction. Among the proposed 
variables, social activity had the greatest effect on life 
dissatisfaction, followed by social infrastructure for mass 
public and social infrastructure for youth. 
 




Social Infrastructure for mass public → 
Life Dissatisfaction (H3a) 
0.370 (***) 
Social Infrastructure for youth → Life 
Dissatisfaction (H3b) 
0.244 (***) 




*** Significant at 0.01 level (2-tailed) 




Job Satisfaction → Life Dissatisfaction 
(H5a) 
0.652 (***) 
Life Satisfaction → Job Dissatisfaction 
(H5b) 
0.652 (***) 
*** Significant at 0.01 level (2-tailed) 
Furthermore, the current study found causal 
relationships between job satisfaction and life satisfaction 
(Table 9). With regard to the effect of job satisfaction on 
life satisfaction, the result shows significant at the level 
of .01 with F = 79.004 (r-square = .425). In the case of the 
effect of life satisfaction on job satisfaction, the results of 
the ANOVA found the models significant at the level of .01 







Previous researches on geographical relocation of 
workplace addressed cases of private companies, while 
only a few researchers explored the impact of relocation on 
the employees of public sector and governmental 
organization. Further, the scope of previous researches on 
relocation were limited to job satisfaction, while those 
studies rarely applied to life dissatisfaction. This study 
applied negative sides of satisfaction for both job and life, 
particularly in public sector. Therefore, the present study 
fill the gap by applying government and public sector and 
adding life dissatisfaction due to relocation. 
This study focuses on the determinants of job and life 
dissatisfaction after relocation and causal relationships 
between job and life dissatisfaction. Based on the survey 
data analysis, the findings of this study showed that most of 
independent variables used in this study significantly affect 
job and life dissatisfaction, except factors such as mobility 
inefficiency and decision-making. When it comes to job 
dissatisfaction, of the working condition variables, negative 
perception on work system and self-development 
opportunity were shown to significantly affect job 
dissatisfaction. Interactivity variables, including lower 
building relationships and trust, were found to be 
significantly related to job dissatisfaction.  
In regard to life dissatisfaction, social infrastructure 
variables for mass public and social infrastructure for youth 
affected life dissatisfaction. The social activity variable was 
significantly related to life dissatisfaction as well. Among 
these factors, social activity was most strongly linked to life 
dissatisfaction followed by the influence of social 
infrastructure for mass public and social infrastructure for 
youth. The results also found that job and life 
dissatisfaction significantly related. Additionally, the study 
showed that life dissatisfaction could differ based on places 
people live. The study examined three groups: employees 
who moved to the new city, people who did not change 
their residences, and workers who stayed only on weekdays 
in the new city. According to the analysis, the mean levels 
of life dissatisfaction were not all equal across groups. 
 
6.2. Policy and Managerial Implications 
 
This study pointed to meaningful policy and managerial 
implications. The results of this study showed that the role 
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of government is important for the level of dissatisfaction 
with both job and life. Previous scholars agreed that the 
subjective assessment of quality of life is crucial in 
developing government administration (Poister & Henry, 
1994; Gold & Wooldridge, 1995; United States Merit 
Systems Protection Board, 1991). In order to decrease job 
dissatisfaction, work systems and self-development 
opportunities should be improved. Based on the analysis, 
the recent increase in public sector turnover may be due to 
the rigid work system and underestimation of potential 
future self-development. While mobility inefficiency did 
not affect dissatisfaction, a considerable number of 
respondents felt a lack of communication due to reduced 
face-to-face meeting even though their organization has 
encouraged communication through video conferencing. 
While decision-making did not affect job dissatisfaction, 
how to make the decisions-making process more efficiently 
and how to improve the quality of decisions-making by 
developing policies are significant managerial issue. 
Additionally, government should design relocation 
policy in a way that relocated employees and their families 
are satisfied with their new physical and psychological 
environment in a new planned city. The results showed that 
respondents felt lack of social infrastructure including 
transportation, education, hospitals, and accessibility to 
shopping facility more strongly rather than other proposed 
variables. Among effects on dissatisfaction, the results 
show that effects of social activity and development 
opportunity were stronger than other variables. In order to 
meet the goal of balanced local development and life 
satisfaction, it is necessary to provide satisfactory 
residential conditions and better quality social infrastructure 
for workers with their spouses and youth. Job and life 
satisfaction will be improved when conditions of relocated 
environment meet expectation. In fact, previous researches 
have pointed out that familial consideration is very 
influential on the intention to move, and as seen in the 
present study, circumstances for upbringing youth and 
living environment significantly affect the life satisfaction 
of employees. There is a need to create a variety of social 
activities and to build a culture in addition to work. 
Government should also consider to develop better 
policies to improve both job and life satisfaction because a 
job is not only a means of living, but is also an important 
part of an individual‘s life. In Korea, a culture that pursues 
work-life balance where an individual‘s work and life are in 
harmony is getting stronger. With changes in values 
regarding work and lifestyle diversification, work and life 
balance has been recognized as a strategy that could result 
in co-prosperity for both businesses and individuals, as it 
could improve quality of life to secure a competitive 
advantage in a corporate position. Given that work and life 
balance improves employees‘ satisfaction with their work 
and loyalty to their job, an organization should introduce 
and operate a system or program that address other aspects 
of employees‘ lives. Some believe that work and life 
balance divides work from life in a dichotomous way, and 
furthermore, that work is bad and things other than work 
are good. However, as indicated from the data analysis, job 
and life dissatisfaction are closely related to one another, 
and accordingly, this perspective can increase bilateral 
conflict. Social policy should be given more attention in 
terms of achieving higher life satisfaction in a new planned 
city. This is because newcomers have many basic material 
and mental needs that need to be met. Better policies to 
improve government and citizen relationship management 
should be highlighted in the context of relocation.   
 
6.3. Limitations and Future Research 
 
This study has limitations. Future research might 
consider increased sample size with application of 
structural equation model. Future research might consider 
the comparative analysis of the satisfaction level among 
relocated places. In achieving balanced development, the 
results of comparative analysis would be able to draw 
useful implications to provide possible strategies to reach 
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